The purpose of this empirical study was to explore the perceptions of Argentinean managers and non-managerial employees about managerial and leadership effectiveness, and the extent to which the findings are generalized to other countries. The central research question addressed was as follows: How do people employed in Argentinean companies behaviourally distinguish effective managers from ineffective managers, and to what extent are the findings culture-specific or context-general? A total of 42 employees from private and public sector organizations in Cordoba, Argentina, were interviewed using critical incident technique. The interviews generated 302 critical incidents of which 155 were examples of positive (effective) managerial behaviour, and 147 of negative (ineffective) managerial behaviour. The findings suggest that Argentineans perceive as effective those managers who are supportive, considerate, motivating, caring, good decision makers, approachable, participative, fair-minded, communicative, actively involved, and who act as role models. This challenges the widely held belief that Argentineans prefer authoritarian managers over democratic ones.
Introduction
Globalization has created a need to understand how to manage people effectively across countries. The fact that an increasing number of managers are not only operating domestically but also internationally has made it imperative to understand a variety of management and leadership practices across the globe (Aimar and Stough 2007) . Multinational corporations investing internationally need to understand and implement those types of management practices and exhibit those managerial behaviours that are likely to be most effective in the countries where they operate.
In the particular case of Argentina, the international levels of FDI have increased significantly over the last two decades as a result of the market reform and liberalization *Corresponding author. Email: cruiz@ggc.edu By exploring managerial and leadership effectiveness in Argentina, this article contributes to the understanding of individual effectiveness and thus organizational performance in a region of the world that is still underexplored. The findings of this article have an implication for academics and practitioners in the field of human resource development. Studies with a similar focus exploringArgentinean managers. The second component explores the influence that national culture appears to have on the way managers behave. And the third component of our study seeks to reach for generalization of our indigenous findings beyond the national boundaries of Argentina.
The study replicates previous indigenous studies of perceived managerial and leadership effectiveness conducted by Author 2 with various British co-researchers within various public, private, and third sector organizations in UK (see Hamlin and Hatto 2013) and with Author 1 in Mexico (Ruiz, Wang, and Hamlin 2013) . Our use of the term 'indigenous studies' follows Tsui (2007) , who defined indigenous research as any single country study that is context-specific as a result of either incorporating aspects of the national context in the theory and methods, or by taking the national context for granted which she claimed was the case for research conducted in the U.S. Thus, according to this definition, the early managerial behaviour and leadership behaviour research conducted in America from the 1950s through to the late 1970s (for example Halpin 1957; Morse and Wagner 1978; Stogdill 1963 ) could be classified as indigenous (context-specific) studies, just as we classify in the same way our emic replication study in Argentina. However, it should be noted that Tsui's definition is somewhat at variance to later definitions offered by, for example, Li (2012) who defined indigenous research as any local phenomenon from a local (native-as-emic or culture-specific) perspective to explore its local implications, and, if possible, its global implications as well.
The first aim of our study was to identify the behavioural determinants of perceived managerial and leadership effectiveness based on the perceptions of people employed within selected private and public sector organizations in Cordoba, Argentina. The second aim was to seek evidence of the influence of Argentinean culture on the way managers behave. The third aim was to reach for generalizability beyond Argentina by comparing the findings against equivalent findings from Western countries (excluding the U.S.) as well as from non-Western countries. The central question that guided the study was: How do people employed in Argentinean companies behaviourally distinguish effective managers from ineffective managers, and to what extent are the findings culture-specific or context-general?
The article is divided into four sections. The first section discusses areas of relevant literature that have had a direct bearing on our study; the second describes the research methodology and methods used; the third presents the results of analysing and interpreting the data collected; and the fourth section discusses the significance of the findings and their implications for practice, outlines the limitations of the study, and finally suggests directions for future research. But before proceeding further it is important to note that we make no rigid distinction between 'management' and 'leadership' because (i) these terms are not disparate entities as implied by many writers, (ii) there is much confusion with the interchangeable use of the terms being widespread in the world of practice and in some parts of academe, and (iii) whether or not a clear distinction does exist between the two terms remains unresolved (Alvesson and Sveningsson 2003; Bolden 2004; Cammock, Nilakant, and Dakin 1995; Kotterman 2006; Raelin 2004; Toor and Ofori 2008) . Hence, our use of the term 'managerial behaviour' in this article refers to both 'manager behaviour' and 'leader behaviour'; and the 'leadership' construct in our term perceived managerial and leadership effectiveness refers to the everyday 'supervisory leadership' (House, Wright, and Aditya 1997) as performed by most managers at all levels within organizations, and not to House et al. (2004) concept of 'strategic leadership' as performed by top/general managers and other organizational leaders.
Review of the literature
In the light of the above research aims and central question, this section discusses: (i) current debates about 'universal' and 'contingent' approaches to studying management and leadership; (ii) past managerial and leadership effectiveness-related research in Argentina; and (iii), the theoretical context that informed our research focus and design. The section closes with a re-statement of the study purpose and describes the specific research questions that we addressed.
Universal and contingent approaches to studying management and leadership Literature provides evidence for both 'universal' and 'contingent' approaches to the study of management and leadership. The universal approach assumes that behaviours which managers and leaders need to demonstrate in order to be effective are independent of national culture and other situational variables (Horner-Long and Schoenberg 2002). Haire, Ghiselli, and Porter (1966) discovered that only 28% of variance in attitudes in leadership styles across 14 countries could be explained by nationality. And Bass (1996) , having found very little variance in leader behaviour can be justified by culture, argued that there is far more universalism in leadership than has been widely believed. Other writers claim that compelling logic suggests the existence of universal or near universal effective leader behaviours, but that this has yet to be demonstrated empirically (Bennis 1999; House, Wright, and Aditya 1997) .
Conversely, the contingency approach assumes managers/leaders need to adapt their behaviours to the environmental and organizational context because managerial and leadership effectiveness is contingent upon similarities between their respective national cultures and those of their subordinates/followers (Brodbeck et al. 2000) . Furthermore, it assumes that they will be more effective when working in host nations that have national cultures similar to their own (Wendt, Euwema, and Emmerik 2009) . Somewhere between the universal and contingent approaches, a third school of thought has emerged. This suggests there can be both similarities and differences in perceptions of effective and ineffective managerial behaviour across nations. For example, the cultural universality of some leader behaviours across North America and Asia, and the cultural specificity of other leader behaviours have been empirically demonstrated by Dorfman et al. (1997) . Although German and U.S. leaders appear to identify the same aspects of ethical behaviour as important, they attribute different degrees of importance to them (Martin et al. 2009 ). And according to Black, Morrison, and Gregersen (1999) , two-thirds of the characteristics of effective global leaders are generalizable across nations with the other third being nation-specific.
In conclusion, there is little agreement in past literature regarding whether and to what extent national cultures influence perceptions of what behaviourally distinguishes effective managers from ineffective managers. Thus, as Tsui (2007 Tsui ( , 1354 argues, serious pursuit of indigenous (context-specific) studies is necessary for a fair debate on the value of universal versus local theories to explain management phenomena around the world. Our study attempts to make a contribution to this debate.
Past managerial and leadership effectiveness-related research in Argentina
Research on the topic of management and leadership in Latin American countries is very limited; and we have been unable to find any research that directly addresses the topic of managerial and leadership effectiveness in Argentina. Nevertheless, there are studies that suggest that some management practices could lead to better results than others when managing and leading Argentinean people. For example, Hofstede's (1980) study of cultural differences between countries indicates that Argentineans are high on 'uncertainty avoidance', which suggests that they do not feel comfortable in taking risks, and prefer to work under conditions of certainty. This translates in the workplace as employees who like to be told what to do and who prefer managers who give clear instructions over managers who are vague and unclear. Furthermore, Argentineans tend to be moderate when it comes to 'power distance', which suggests they are likely to accept authority without questioning it, and are more 'collectivist' than 'individualist' in that they place emphasis on relationships and the importance of socialization and connections. However, the findings from Trompenaars and Hampden-Turner' (1998) study differ and contradict those of Hofstede. For example, they indicate that (i) Argentineans tend to believe that circumstances dictate how practices should be applied which suggests that in the context of the workplace employees believe that rules should not be applied in the same way to everyone; (ii) they are achievement oriented which means that status in the workplace is based on performance; and (iii) they are more individualistic than collectivistic, which suggests that they may prefer individual responsibility over group responsibility and to work individually rather than in groups although trust and relationships should still be taken into consideration. Nevertheless, despite these contradictory findings and subsequent critiques of the crucial methodological assumptions which underlie Hofstede's model of national cultural differences (McSweeney 2002) , and also warnings about the extent that cultural background could have on individual's behaviours (Williamson 2002) , his model continues to be widely used in the field of international management.
More recent research by Aimar and Stough (2007) suggests that in Argentina decisions are made at the top level of the company with Argentineans placing a great deal of respect on executive leadership, and that Argentinean managers and non-managerial employees avoid contradicting their superiors. This finding is supported by Luthans and Doh (2012) who found that Argentinean employees are more willing than American employees to accept managers who are authoritarian. However, as claimed by Aimar and Stough (2007) , relationships may be more relevant to Argentineans than institutions, laws, or regulations. This suggests that when hiring employees Argentinean managers may rely more on a candidate's references and networking rather than on their impersonal credentials, and that group responsibility may be more welcomed than individual responsibility by employees in Argentina, which conflicts with Trompennars' findings.
Even though the above-mentioned studies provide insight into the cultural values of Argentinean people, and point to the type of management practices and styles that could be considered culturally effective for managing and leading employees in Argentina, much of the empirical evidence is conflicting; and the studies do not directly address the question of what specifically makes Argentinean managers behaviourally effective. Thus, more research is required to address the central question posed earlier in this article. This is especially true given the increasing level of FDI and the number of international managers working in Argentina.
Theoretical context
The conceptual model and theory that influenced the focus, purpose, and design of our study are known as the multiple constituency model of organizational effectiveness and implicit leadership theory respectively. Historically, most researchers have adopted 'goal-based' models for studying organizational effectiveness, but by the late 1970s alternative models were being proposed of which one was the 'multiple constituency' (MC) model (see Connelly, Conlon, and Deutsch 1980; Zammuto 1984) . Tsui (1984) has demonstrated empirically that a multiple constituency framework can be used for measuring managerial effectiveness. Managers operate within a social structure consisting of multiple constituencies (e.g. superiors, peers, subordinates, etc.) who hold individual expectations of managers and react to them (Tsui 1990) . How managers are perceived and judged by their constituencies can be important for managerial success (or failure) because the type of managerial behaviour they exhibit can cause peers, superiors, or other key people, either to give or withhold important resources such as information and co-operation, or can lead to subordinates either following or not following their leadership.
The criteria used by individuals to make judgments about the behavioural effectiveness of managers with whom they interact are inevitably influenced by their personally held implicit leadership theories (ILTs). According to ILT, individuals have their own assumptions about what makes leaders/managers effective and ineffective (Eden and Leviatan 1975) ; and they hold these in mind -mostly unconsciously -as 'cognitive prototypes' (Phillips and Lord 1981) . They use their ILTs to encode, process, and recall specific events (Shaw 1990) , and judge behaviour exhibited by managers around them in terms of how they fit with their respective implicit cognitive prototypes (Cronshaw and Lord 1987; Foti and Luch 1992) . The better the fit the more likely it is that managers will be judged effective, or conversely ineffective. Some researchers claim that ILTs can be shaped by organizational culture (Gerstner and Day 1994) and national culture (Helgstrand and Stuhlmacher 1999) , and that people from different cultures may perceive the effectiveness and ineffectiveness of the same manager or leader in a different manner (Chong and Thomas 1997) . However, more research is required to demonstrate empirically the extent to which these claims are consistent with the facts in various countries.
Purpose and specific research questions By replicating in Argentina Hamlin et al.'s previous indigenous replication studies of perceived managerial and leadership effectiveness, the designs of which were informed by the MC model of organizational (and managerial) effectiveness, and by ILT, we have adopted the same research focus and have collected our empirical data from both managers and non-managerial employees. The purpose of our study has been: (i) to respond to calls for more indigenous studies of management and leadership in non-U.S. countries, (ii) to identify the behavioural indicators and contra-indicators of perceived managerial and leadership effectiveness within the context of Argentinean private and public sector organizations, (iii) to examine the influence of Argentinean cultural values on people's perceptions of effective and ineffective managers, and (iv) to reach for generalization of our findings to other non-U.S. countries. The specific research questions that we addressed were as follows: RQ 1. What managerial behaviours are perceived as effective by Argentinean managers and non-managerial employees? RQ 2. What managerial behaviours are perceived as ineffective by Argentinean managers and non-managerial employees?
RQ 3
To what extent are the findings from RQ 1 and RQ 2 culture-specific to the Argentinean context? RQ 4 To what extent are the findings from RQ1 and RQ 2 different from or similar to equivalent findings in other non-U.S. cultures?
Research method
Our philosophical stance was determined by pragmatism and the pragmatic approach (Morgan 2007) which allows researchers to adopt paradigmatic assumptions based on the nature of their research questions, rather than be constrained by what is ontologically and epistemologically privileged by a particular research paradigm. We assumed a postpositivist (empirical realist) ontology and a constructivist-interpretivist (transactionalsubjectivist) epistemology (Cunliffe 2011) , and embraced Tsang and Kwan's (1999) notion of empirical generalization replication. The study was comprised of three components. The first addressed RQ 1 and RQ 2 by using the 'managerial behaviour approach' to management research (Noordegraaf and Stewart 2000, 429) which consists of analysing managerial work and behaviour as it takes place within the context of selected organizations 'with the aim of developing categories, concepts and theories on the basis of empirical evidence'. The second component addressed RQ 3 by subjecting the collected empirical data to a form of 'qualitative content analysis' (Bryman and Bell 2003) to identify evidence of distinctive Argentinean cultural values reflected within it. The third component addressed RQ4 using an approach based on 'replication logic' and 'cross-case analysis' (Davies 2006; Eisenhardt 1989 ).
Argentinean emic replication study (component 1) Sampling
Through the snowball sampling technique (Bryman and Bell 2003) a convenience sample of 42 research participants was obtained from a diverse range of organizations (20 private sector and 12 public sector) located in Cordoba, which is the capital of Cordoba Province and the second largest city in Argentina. Of the 42 participants, 21 were males and 21 females, 11 were non-managerial staff, and 31 were managers of whom 22 were first or middle level managers, and 9 were senior managers.
Data collection
We used Flanagan's (1954) critical incident technique (CIT) to collect examples (critical incidents (CIs)) of effective and ineffective managerial behaviour. This technique was used by Author 2 for his original study of managerial effectiveness within UK secondary schools (Hamlin 1988 ) and for his subsequent replication studies of perceived managerial and leadership effectiveness within public, private and third (non-profit) sector organizations in the UK and in various other countries. CIT is considered one of the best techniques for generating data to identify effective/ineffective managerial behaviour (see Borman and Brush 1993) . Moreover, as Chell (1998) argues, it allows researchers to make comparisons across cases for the purpose of demonstrating the generalizability of their findings. In order to be consistent with the original study conducted by Author 2, and by Author 1 and Author 2 in Mexico, Author 3 -an Argentinean who collected the CIs for this study in Spanish -the native language of the research participants -followed as closely as possible the same CIT protocol that the previous researchers had used. Prior to a CIT interview taking place participants were informed of the purpose of the research, how the CIT interviews would be conducted, and the meaning of different key terminology such as 'critical', 'incident', 'critical incident.' The definitions of effective and ineffective managerial performance used for this and the previous replication studies, which Hamlin (1988) adapted from Latham and Wexley (1981) , were as follows: Effective managerial performance is behaviour which you wish all managers would adopt if and when faced with a similar circumstance. Ineffective managerial performance is behaviour which, if it occurred repeatedly, or was seen once in certain circumstances, might cause you to begin to question or doubt the ability of that particular manager in that instance. The interviews lasted between 60 and 90 minutes, during which time each participant was asked to describe five CIs of specific effective managerial behaviour and five CIs of specific ineffective managerial behaviour that s/ he had personally observed within the past 6-12 months. Those participants who were managers were not allowed to offer CIs based on their own managing and leading practices. The CIs could relate either to behaviour exhibited by managers above, at the same level, or below them in the organizational hierarchy. For each CI, the researcher posed and strictly adhered to three standard questions, as follows: (i) What was the background situation, circumstance or context that led up to the critical incident you have in mind? (ii) What and in what way exactly did the subject (the manager you observed) do/say or not do/say that was either effective or ineffective? (iii) What was the specific result or outcome of the critical incident that you have described, and on reflection, why do you perceive/judge this to be an example of 'effective' or 'ineffective' managerial behaviour/managerial performance? The answers were recorded as far as possible using the same words used by the CIT informant when s/he described the critical incident. The CIT interviews generated 302 usable CIs which were subsequently translated from Spanish to English by Author 3 who is fluent in Spanish and English.
Data analysis
The first step in the data analysis process was to subject the collected CIs to first level content analysis using open coding at the semantic level in order to identify the unit of meaning (code) of each incident, and to disentangle any CI that contained more than one unit of meaning (Flick 2002; Miles and Huberman 1994) . No additional CIs emerged from this procedure. Out of the 302 coded CIs, 155 were examples of positive (effective) managerial behaviour and 147 were examples of negative (ineffective) managerial behaviour. The CIs were then subjected to second level content analysis using axial coding to identify any convergence of meaning of the identified codes, and accordingly to group them into discrete behavioural categories containing a minimum of 3 and a maximum of 12 CIs. As a result of this step, three CIs were found to have nothing in common with any other CI. This may have been the result of them not having been widely exhibited and/or observed, or they could have been idiosyncratic behaviours manifested by individual managers. Hence, in accordance with the common CIT protocol used in previous replication studies; these CIs were eliminated from the data set. Each emergent behavioural category was then interpreted, and the identified meaning held in common with the constituent CIs was described in essence by a behavioural statement (BS); this was then used to label the category.
Qualitative content analysis (component 2)
The qualitative content analysis of the CIT data set was conducted by Author 1 -a native Mexican-for the specific purpose of identifying those CIs (if any) containing any element of meaning at either the semantic or latent level of analysis that could be interpreted as reflecting Argentinean national cultural values, and could therefore be categorized as examples of indigenous 'native-as-emic/culture-specific' managerial behaviour. Because Mexico has been claimed to be a more collectivist society than Argentina (Luthans and Doh 2012) we considered Author 1 was appropriately skilled for conducting this analysis.
Comparative analysis (component 3)
Author 2 -a British native -subjected the positive and negative BSs resulting from the Component 1 research to 'realist qualitative analysis' (Madill, Jordan, and Shirley 2000) . This involved deductively coding (Flick 2002 ) the BSs against Hamlin et al.'s (2012) 'generic behavioural criteria' of perceived managerial and leadership effectiveness which were used as coding categories (see Table 6 ). These criteria were derived from a multiple cross-case/cross-nation comparative analysis of findings obtained from 15 public and private sector-related replication studies carried out in seven Western and non-Western countries, namely Canada, China, Egypt, Germany, Mexico, Romania, and the UK. The aim was to search for commonalities and relative generalizations as reflected by evidence of sameness, similarity, or congruence of meaning between the Argentinean derived BSs and those underpinning the generic (i.e. context-general/geocentric) behavioural criteria. Sameness was deemed to exist when the sentences or phrases used to describe two or more BSs were identical or near identical. Similarity was deemed to exist when the BS sentences and/or phrases were different but the kind of meaning was the same. Congruence existed where there was an element of sameness or similarity in the meaning of certain phrases and/or key words. The coded Argentinean BSs were then classified and mapped against the generic behavioural criteria Ensuring the trustworthiness of the findings Whenever doubts arose during the CIT data collection phase about the critical aspect of a described CI, these were clarified there and then. Furthermore, the CIT interviewees were asked by Author 3 during or at the end of their interviews to confirm (validate) the meaning of the CIs being recorded. Additionally, whenever doubts arose in Author 3's mind while transcribing some of the recorded CIs, the CIT interviewees were contacted to further clarify/confirm their precise meaning. The CIs translated from Spanish to English were back translated into Spanish by a native English speaker who, as a university professor of Spanish, is fluent in both languages. To ensure the internal validity (credibility) and reliability (dependability) of our findings we applied a form of investigator triangulation (Easterby-Smith, Thorpe, and Lowe 1991). Initially, this involved Author 2 carrying out independently the initial content analysis of the English translated CIs. Subsequently, his analyses and interpretation of the CIT data were sent to Author 1 for cross-code checking (Gibbs 2007) to minimize researcher bias. Where there were differences of perception and judgment, these were critically examined and reconciled until a consensus was reached. Author 2's independent interpretation, coding and sorting of the Component 1 BSs against Hamlin et al.'s (2012) generic behavioural criteria were checked by Author 1 to verify the consistency of meaning across the compared, contrasted, and mapped BSs (Madill, Jordan, and Shirley 2000) . Where disagreements occurred these were reconciled through critical discussion to arrive at a mutual confirmation and consensus. Issues of plausibility (confirmability) and external validity (transferability) were addressed through our use of multiple data sources and comparative cross-case/cross nation processes.
Results
This section presents the results of the three component parts of our study.
Result of component 1 (Argentinean emic replication study)
Subjecting the 299 CIs to content analysis resulted in 69 derived behavioural categories (behavioural statements (BSs)) of which 32 were related to positive (effective) and 37 to negative (ineffective) managerial behaviour. For better illustration, four tables are used to present the derived behavioural statements. Table 1 provides a list of the 32 positive BSs and Table 2 lists the 37 negative BSs. In addition, examples of CIs underpinning four selected BSs are provided in Table 3 , and to exemplify the overall sense of the type of CIT data from which the BSs were derived, we provide in Table 4 the content of two CIT 'data strips' relating to one positive and one negative critical incident. Each 'data strip' shows the background context to the particular CI of observed managerial behaviour, and also the resulting consequences or outcomes that caused the two respective CIT interviewees to perceive and judge them as effective or ineffective respectively.
The results from Component 1 of our study suggest that managers in Argentinean organizations are perceived effective by their respective peers, superiors, and subordinates when, for example, they (i) are approachable, flexible and understanding of employees' needs and problems; (ii) are fair decision makers and take into consideration employees' suggestions as well as support employees' decisions; (iii) are good motivators by providing rewards and recognition as well as procuring a friendly and respectful work environment; (iv) care about employees doing a good job by supporting employees, providing guidance, professional development, providing recommendations for work improvement and by making sure employees have all the resources to do their work; and (v) are concerned about the image of the company by making sure employees provide excellent customer service. On the other hand, Argentinean managers are perceived least effective or ineffective when, for example, they (i) are close-minded, difficult to talk to, not understanding of employees' problems, not inclusive, and authoritarian; (ii) are unfair and inconsiderate, do not reward hard work; (iii) are laissez-fair, lack of care about work, do not care about employees' working conditions; (iv) show a negative attitude, are arrogant and rude by making employees feel bad and treating customers badly; (v) have poor organization and communication skills; and (vi) are incompetent and unprofessional as well as unethical by breaching the company's policies.
Result of component 2 (qualitative content analysis)
The search for native-as-emic/culture-specific managerial behaviours in the collected empirical data resulted in little semantic or latent evidence of Argentinean national culture having influenced how managers behave at work. Overall 27 of the 302 Table 1 . Positive (effective) behavioural statements.
(1) Expects employees to exhibit a high standard of appearance and behaviour to ensure the right image is sent out, and thereby protect the reputation of the business (e.g. impeccable dress, organization, cleanliness, and confidentiality of information) (2) Sets and communicates clear objectives and outcome expectations, and gives clear directions/ instruction on how to achieve them (3) Monitors the performance of employees (and of self) and takes action to maintain or improve it and/or to address identified sub-standard behaviour (4) Takes action to check and maintain productivity and the quality of products and customer service (5) Takes action to ensure customers/clients are properly taken care of by employees (or by self if necessary) (6) Makes sure employees have up to date resources/technology and are in a safe working environment (7) Provides advice, guidance and/or ideas to help/support employees (8) Recognizes the hard work, good performance and exceptional achievements of individual employees through financial or non-financial reward (e.g. extra pay/bonus or pay rise or payment in kind) (9) Pays all employees well, with regular incremental increases, and/or general benefits, or bonuses allocated according to seniority (10) Recognizes, praises, and shows his/her appreciation when employees hard work and perform well (11) Leads by example in ensuring a good image and reputation of self and of his/her company (e.g. in terms of dress, cleanliness, manners, demeanour, trustworthiness) (12) Manager delegates responsibilities for projects to employees and/or empowers then to make their own decisions in the way they operate (13) Is fair in the way s/he treats her/his employees (14) Recognizes and treats employees with respect as individuals and/or as equals (15) Does and says things that make employees feel good about themselves and/or feel important (16) Visits and/or contacts staff who are sick or have a close family member who is sick to check how they are and to offer all necessary help (17) Allows employees to work flexible hours provided their performance is not affected (18) Allows employees 'leave of absence' to attend to domestic emergencies or personal health matters (19) Shows care and consideration for the feelings and personal well-being of employees (20) Shows care and kindness for employees and other people (21) Helps employees learn from their mistakes (22) Acts as mentor, coach, and/or role model (23) Encourages and/or supports employees to study and learn more so as to develop themselves personally and professionally (24) Provides or facilitates training and professional development opportunities (25) Actively listens to/talks with employees who have queries or doubts (26) Is always seen in a good mood which also makes employees feel good at work (27) Does things that make employees feel important and part of a team/community (28) Takes every opportunity to say nice things about every individual employee (29) Socializes with employees which builds a trusting relationship (30) Seeks opinions of his/her employees before making decisions (31) Gets employees together in departmental meetings and/or ad hoc meetings when problem situations arise to discuss specific and/or general issues and to share ideas and differences (32) Always ensures employees are paid on time (8.94%) usable CIs could be construed as being culture-sensitive, and indicative of the types of managerial behaviours expected (or conversely not expected) to be manifested within a collectivist society where social networking, group interests, social harmony, and collaboration are particularly valued. Of the 13 positive CIs, 7 were supportive of Table 2 . Negative (ineffective) behavioural statements.
(1) Exhibits poor planning and self-organization (2) Omits or fails to communicate clearly orders, instructions, or concerns about employee performance (3) Shows lack of care and consideration when an employee (or a close family member) is sick (4) Shows lack of interest, respect or feeling for employees or other people (5) Autocratically bypasses the organization's spending rules and does what s/he wants (6) Excludes any employee from being involved in decision making (7) Never listens to and/or disregards the ideas and opinions of employees (8) Having delegated managerial responsibilities to a subordinate s/he finds difficulty letting go and/ or still makes direct contact with employees over their heads (9) Autocratic and overly controlling behaviour (10) Treats employees unequally (11) Treats employees unfairly and/or is unreasonably harsh (12) Exhibits favouritism (13) Behaves without consideration of the negative impact on his/her employees including intrusion or undesired encroachment into their private lives (14) Is unreliable in decision making and/or exhibits inconsistent/contradictory behaviour (15) Exhibits selfish/self-centred behaviour (16) Engages in self-serving defensive behaviour at the expense of others (17) Engages in manipulative behaviour to get rid of and/or replace an employee s/he does not want (18) Engages in unprofessional/unethical behaviour (19) Exhibits rude and/or impatient behaviour (20) Undermines employees by ridiculing them (21) Criticizes and/or says things to employees in ways that put them down and make them feel uncomfortable (22) Reprimands/criticizes individuals or groups of employees in front of others (23) Instigates, solicits and/or engages in gossip about individual employees and/or customers (24) Gets upset or furious over issues and then screams at employees (25) When asking employees to work extra hours or work extra hard does so in ways that makes them feel threatened/coerced (26) Periodically comes to work in a 'bad mood' and exhibits behaviour which inhibits or prevents effective communication taking place with employees (27) Procrastinates in making decisions or taking agreed action (28) Exhibits poor interpersonal and persuasive communications skills with employees, superiors, and/or clients (29) Exhibits behaviour that reveals a lack of competence and/or a poor standard of appearance/ performance (30) Avoids or ignores taking action to address sub-performance issues or problem situations affecting employees (31) Is distant and/or disengaged with his/her job and shows no interest in participating and/or helping himself or his employees (32) Deprives employees of desirable information, backing, and/or support (33) Deprives employees of positive and/or negative feedback on performance and/or of incentives to perform or funding for personal development (34) Fails to recognize and reward employees for hard work and/or extra effort (35) Fails to recognize and/or remunerate employees according to their specific individual contribution and/or worth to the organization (36) Keeps to himself or tries to hide from employees most of the tips and commissions earned by them (37) Is closed to new ways of doing thing, and/or exhibits rigid thinking and inflexible behaviour social networking and good interpersonal relationships, 5 supportive of good team working and 1 of collaboration. Of the 14 negative CIs, 9 were related to making people feel bad about themselves and disharmonious, 2 to being un-collaborative, 2 to He asks for everybody's opinion. He does not believe that he knows everything. He brings his ideas too Every time an important decision is to be made our boss calls us all to his office for a discussion. He always asks for your opinion and what it is that we see as we go one way or another way. This is like sharing power and most of the time with excellent results When it comes to decision making he is always careful to let us express our opinion Allows employees to work flexible hours provided their performance is not affected
My boss is very flexible with the hours I work. Sometimes, I get to my office very early, sometimes late. As long as I work the amount of hours I need to work per week, he does not complain He does not care about the time we get there or we leave. The only thing he cares is that we finish what we are supposed to finish If you need to leave early, she lets you do it. The only thing is that then you know that during that week you need to make up the time you missed Gets upset or furious over issues and then screams at employees It seems as if the only way to communicate with them is by screaming. They do not know any other way and also it seems that the employees must always be happy because of their job there Every year, when it is time to pay taxes, he gets so upset that everybody is scared in the office. He usually takes it out on us. He acts like he never knows that taxes time is coming and he gets furious every year When she goes to other schools and calls the office to ask about something, and if you do not know the answer she will scream so loud that the all office will hear her Exhibits poor interpersonal and persuasive communications skills with employees, superiors, and/or clients It is very difficult to talk with him. He is not a bad person but he lacks 'social skills' When I have an idea or something to request to make a better deal and my boss needs to go to his boss to ask, the answer is always NO. I think that he presented things in a wrong way so all my ideas are rejected He is so isolated that he does not participate in any of the important meetings with important clients disrupting the team, and 1 to restricting socialization. For illustration, we present in Table 5 an indicative sample of these 'collectivist' CIs. However, none of these perceived 'collectivist' oriented CIs appear to be unique to the Argentinean context because similar CIs have surfaced in the CIT data sets resulting from our previous replication studies of perceived managerial and leadership effectiveness in both Western and non-Western countries.
Result of component 3 (comparative analyses)
Agreement between our respective independent mapping of the 69 BSs resulting from Component 1 of our study against the 16 generic behavioural criteria identified by Hamlin et al. (2012) was high (75.36%), and we found a very high degree of convergent/common meaning and empirical generalization across the data sets. Following a critical discussion of our respective comparative analyses and the subsequent mapping of our Argentinean BSs we arrived at a consensus view as presented in Table 6 . As shown, all 69 BSs have been able to be mapped against one or more of the 16 'universalistic' generic behavioural criteria.
Discussion
Our empirical study increases understanding of and provides new insights into the issues of 'managerial effectiveness' and 'leadership effectiveness' which are areas of management research that have been largely neglected since the 1980s. Furthermore, by exploring what makes managers effective and ineffective within Argentina, our research contributes to much needed knowledge of indigenous management practice in a part of the non-Western world that has been considerably under explored. Moreover, our Argentinean study also contributes to a cumulative body of replication research -carried in a wide range of culturally diverse countries around the globe -which points towards the potential existence of a 'universalistic' model of perceived managerial and leadership effectiveness. The chief of the mechanic area asked in a very threatening manner and screaming that they should continue working until they receive the necessary 'parts' in one or two days.
Even if it was not safe
The manager of the mechanic should have seen that that part was going to be needed, and in that specific moment to stop all labour in order to protect the workers. And then to stop production until the part that was missing arrives. We felt that he did not care at all about our safety Specifically, our research suggests that an effective manager in Argentina is seen as someone who possesses behavioural attributes such as being supportive, motivating, caring, considerate, participative, approachable, fair-minded, communicative, actively involved, and being a decision maker and role model.
These findings are at variance with those of previous studies, which suggest that Argentinean employees feel comfortable with authoritarian managers. In sharp contrast to the findings of Hofstede (1980) and Aimar and Stough (2007) , our findings suggest that authoritarian managers may not be very effective in Argentina. Based on the perceptions of our research participants, effective managers are those who are participative and involve employees in decision making. We suggest this may be more consistent with the reality because it is well known that Argentineans enjoy sharing their opinions, and they also enjoy argumentation (Aimar and Stough 2007) . Therefore, a manager who involves employees in decision making and asks for their input will align better with the mindset of typical Argentineans. In fact, Perez-Floriano and Gonzalez (2007) suggest that the apparent acceptance by subordinates of superiors' decisions, which characterizes South American cultures, does not necessarily mean that employees will fully accept and follow their superiors' orders.
An unexpected finding from Component 2 of our study is the absence of any emergent culture-specific behavioural indicators of perceived managerial and leadership effectiveness. This is particularly surprising bearing in mind predominant discourse which tends to support the 'contingency school' of thought in management. However, a finding that appears distinctive to Argentina is the role that image plays as a behavioural determinant 'We all must dress very professionally, not only when we go to court but also when we are at the firm . . . we never know when a new client might arrive, and we want to send the right image; the manager always emphasizes this aspect [personal image] and it works well'.
'Well dressed and educated, with very good manners with our clients'.
A further unexpected finding of our Component 3 comparative analysis is that all of the derived Argentinean positive and negative BSs to a greater or lesser extent are similar in meaning to the BSs from which Hamlin et al. (2012) developed their 16 generic behavioural criteria of perceived managerial and leadership effectiveness. As previously mentioned, these BSs were the result of 17 replication studies conducted in 7 culturally diverse non-Western and Western countries. However, it is significant to note from Table 6 that none of the 32 Argentinean positive (effective) BSs converge in meaning with the generic behavioural criterion: Communicates regularly and well with staff, and keeps them informed. This apparent lack of emphasis on 'good communication with staff' as a critical behavioural determinant of perceived managerial and leadership effectiveness may reflect employee acceptance of an authoritarian style of management in Argentina. But it should be noted also that 'failing to communicate clearly', 'poor communication skills' and 'depriving employees of desirable information' are critical aspects of three of our derived negative (ineffective) BSs (N 2; N28; N 32), which belies this assertion. The convergence of findings from multiple cases and countries, as identified by our study, points to the potential existence of managerial behaviours that are universally effective or ineffective regardless of cultural differences, and could be the result of cultural changes having taken place at a faster pace than previously predicted (Steel and Taras 2010) . In summary, our results indicate that effective managers in Argentina are those who are considerate, good decision makers, participative, approachable, supportive, role models, motivating, caring, fair-minded, communicative, and actively involved.
Practical implications
We suggest our findings on effective and ineffective managerial behaviour in Argentina could be useful for both domestic and international managers by helping them to make better decisions about how to lead effectively an Argentinean workforce. In addition, they could assist human resource development (HRD) professionals in the design of more effective management development programmes. Effective management is necessary for the survival of the organization. Organizations need effective managers in order to implement strategic initiatives. Therefore, it is imperative that organizations have evidence-based management development programmes in place in order to maintain effective managerial and leadership practices (Amagoh 2009 ). HRD professionals from international MNCs with establishments in Argentina could find our results beneficial when preparing expatriates for Argentinean based assignments. By training expatriate managers destined for Argentina to recognise those managerial behaviours that are perceived effective and ineffective in their host country would help them to make the right behavioural decisions when working with their subordinates and peers. As indicated by Amagoh (2009) , effective management development programmes must take into consideration the complexity of the global environment. In this case, training and development programmes designed to enhance expatriate managers' skills to effectively to manage and lead people in Argentina, should take into account the perceptions of the Argentinean workforce regarding what, in their eyes, behaviourally distinguishes effective managers from ineffective managers.
We suggest it is important for domestic and international managers to be aware of how their performance is perceived by their peers, superiors and subordinates, because discrepancies between the subordinates' and the managers' ideas about effective and ineffective management/leadership could result in dissatisfaction, and consequently have a negative impact on the organization (Engle and Lord 1997) . Hence, identifying Argentineans' perceptions of effective managerial behaviours, including supervisory leadership behaviours, could help HRD departments to better prepare domestic and international executives to manage and lead Argentinean organizations in a more effective manner.
Limitations and recommendations for future research
Our study has three main limitations. The first is related to the amount of CIT data obtained, which in our original research design was planned to be 400 or more CIs from 50 or more research participants. However, due to prevailing logistical and time constraints on Author 3, in the event she was able to collect only 302 usable critical incidents through the snowball sampling process. Therefore, it is likely that there are other behavioural categories that have not been identified.
The second limitation is the fact that the study was focused on the observations and judgments of native Argentinean participants only. Therefore, their perceptions and the resulting portrayal of effective and ineffective managers in Argentina were possibly valueladen from an Argentinean cultural perspective. Hence, we suggest these perceptions could be triangulated by also exploring perceived managerial and leadership effectiveness in Argentina from the perspective of international/expatriate managers who work in Argentina, and/or nonnative employees who have constant interaction with Argentinean managers.
The third limitation is related to the generalizability of the findings. All the participants were located in Cordoba, Argentina, and although the data collected from them provided rich insights into perceived managerial and leadership effectiveness in one part of the country, it cannot be assumed that the findings are generalizable and transferable to the whole of Argentina, even though we have demonstrated empirically that they transcend the Argentinean national boundaries. Hence, we recommend that a replication of this study in other regions of Argentina be conducted. Creating and administering a 'behavioural item questionnaire' to a large population in Argentina, based on the behavioural categories identified in this study, could overcome the generalizability limitation of the study.
Conclusion
The purpose of our emic replication managerial behaviour study was to explore the perceptions of managers and non-managerial employees regarding the behavioural determinants of perceived managerial and leadership effectiveness in Argentina. By focusing on this Latin American country, the resulting indigenous findings contribute to a growing body of empirical evidence from equivalent replication studies carried out in Colombia (Torres et al. 2015) and Mexico (Ruiz, Wang, and Hamlin 2013) that is helping to develop a better understanding of perceived managerial and leadership effectiveness across South America. The findings of these two prior studies and of our study lend support to those who theorize the existence of generic effective and ineffective managerial behaviours relevant and usable across countries. Furthermore, as demonstrated, our Argentinean findings are consistent with those resulting from the above-mentioned replication studies previously conducted in various non-Latin American countries including Canada, China, Egypt, Germany, Romania, and the UK. Overall, the cumulative evidence suggests that certain effective (and ineffective) management and leadership behavioural practices may be context-general and applicable in multiple countries. It also points towards the possible existence of a 'universal' model of perceived managerial and leadership effectiveness; but this is speculation that has yet to be demonstrated empirically.
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